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Preface

This, the fourth edition of Diversity in Organiza-
tions, was written in a time of significant focus on
diversity-related societal, and thus individual and or-
gamizational, trauma and upheaval. As we write the
preface for this edition, we are in the second vear of
the COVID-19 pandemic. In the United States, Black,
Latino, and Native Americans were more likely to
contract and die from COVID, further clarifving
some of the many race-based life-threatening dispari-
ties in the country,

This global, deadly disease has spread to virtu-
ally all corners of the world, and, at the time of writ-
ing, there have been nearly 167 milhion cases and
about 3.5 milhon deaths worldwide. These numbers
are contmnuing to rise, as most countries are still bat-
tling surges in cases, struggling to distribute vaccines
amid resistance to vaccination from some, and tac-
ing variants that may be resistant to the measures
taken to tight the discase,

During the same timetrame, the public murder
of George Flovd, an unarmed Black man, by a Whate
male police officer while three other officers did not
stop it and prevented bystanders from intervening,
roiled Minneapolis, the nation, and much of the
world. Floyd’s murder, coupled with Ahmaud
Arbery’s videotaped murder by a White father and
son who claimed he looked suspicious as he jogged
in a Georgia neighborhood, and Breonna Tavlor's
execution by Kentucky law enforcement executing a
“no knock™ warrant, awakened many to the stark
differences berween African Americans’ and other
people’s daily lives in the Unired States.

Floyd's horrific death, the $27 million settlement
to his family, and the spectacle of the police officer’s
trial, which included attemprts to villainize Flovd and
justify his having been unjustifiably murdered in the
street, were concurrently appalling and galvanizing,
The subsequent homicide of 20-year old Daunte
Wright, also by a Minnesota police officer, soon

FThiessen, M. (2021, .'I.;u|| 161, “Alaska Dented Benefiis o Caay © |r|_|r'-|| % |H-'.|;'|:l:1_ Ciogrt Bulimgs.”
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after the settlement and during the tnial, re-
emphasized that there is sull monumental work to
be done, During the same period, Asian Americans
were targeted in hate crimes, harassment, and bully-
ing in public setrings. Although many believed such
acts were new and related solely to COVID-19, anti-
Asian sentiment has long existed in the United
States. These hate incidents and crimes were perpe-
trated by diverse people, including members of some
nunority groups. The model minonty myth and the
L'HI“]."iL"h‘."it}' of inter-ethnic ~.trr=:n:3.-pin|.a and violence
contribute to hostility toward Asians from Whites,
who may think thev're too successtul, and to antipa-
thy and lack of solidarity among minority group
members, As well, Asians” distrust and stereotyping
of and hostility toward some minority group mem-
bers contributes to the lack ot l_-iﬂhd;‘t:'!'i'g.' with other
minorities.

Despite these examples and other heart-
wrenching evidence of the continued need for
diversity studies, since the first edition of Diversity i
COrgamizations was written {2003), considerable
progress has occurred. Barack Obama, a Black man,
was elected President of the United States in 2008
and re-elected in 2012, Kamala Harris, a woman of
Black and Asian heritage, was elecred Vice-President
i 2020, inspiring women and people of color world-
wide. Laws prohibiting same-sex marriage were
overturned by the ULS. Supreme Court in 2018, al-
rhough in at least one state, government entities con-
nnued to refuse to recogmze such marriages for
vears afterward.! In the aftermath of George Flovd's
murder, disgust, public outcry, and continued, dihi-
gent work of the Black Lives Matter Movement,
many organizations began or significantly increased
their diversity and inclusion efforts. Although some
of such efforts may be performative, some organiza-
rions allotted significant financial and other re-
sources and risked bovcortts to help bring abour

|I|1;'1'\1;,'..'I,IF'|T'||"|'|". cismdarticlefalaska- LA re e =Ll e
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Hiv Preface

substantive, overdue change. For example, Apple
launched a Racial Equity and Justice Ininanive with a
S$100 million commitment to “challenge the systemic
barriers to opportunity and dignity that exist tor
communities of color, and particularly tor the black
community.”* In its efforts to advance racial equity,
Target pledged to spend more than $2 billion with
Black-owned businesses by 2025.7 Financial pres-
sures resulted in multple sporting organizations
agreeing to long overdue name and mascot changes
that denigrated Native Americans, despite threats to
boveott teams from fans. In response to a new voting
law in Georgia that disproportionately affected mu-
nority communities, Major League Baseball moved
the 2021 All-Star game, a significant financial draw,
from the state.” This move is contrasted with MLB's
decision not to move the 2010 All-Star game when
Arizona passed a law that would allow law entorce-
ment to ask anvone for their “papers, please,” appar-
ently targeting undocumented Latinos and those
who failed to report them.® As the deliberate deci-
sions of the MLB, Target, Apple, and many others
suggest, many organizations and mdividuals are now
more aware of and actively supportive of increased
diversity, equity, and inclusion. This support counters
the overt resistance and barriers to widespread, con-
structive change from many other sources. These
continued barriers, resistance, hate, and hostility
make efforts to educate and change attitudes, beliefs,
and behaviors even more critical. When attitudes
and beliefs remain unchanged, organizations can
nonetheless control and affect behaviors, In addition,
changing demographics and activism from the popu-
lation continue to contribute to change, even amid
strong resistance.

Changes to This Edition

Thas edition continues with the research- and data-
based foundation of previous editions and includes
references to hundreds of seminal to new articles
drawn from communicanion and media studies, crimi-
nal justice, economics, education, health, management,

and psychology. Dara from the LS. Census Bureau,
Department of Justice (DO]J), Department of Labor,
and Equal Employment Opportunity Commission
(EEOC) bolster empirical research, with the DOJ and
EEOC providing evidence of people’s continued expe-
riences with discrimination and harassment at work
or while seeking work. This edition includes a general
updating of employment, population, and educational
data in each chapter, new legislation and court cases,
and considerable new research. Other kev changes
include:

o “Quotable” features, which include noteworthy
quotes from research, attorneys, Chief Diver-
sity Officers, rescarchers, or others in every
chapter.

® A section on diversity careers, including preva-
lence of such jobs and skills required.

® Interviews of five people doing diversity work,
from entry-level positions in Human Resources
with diversity responsibility, to Vice-President of
Diversity, Equity, and Inclusion.

e Discussions of equity, intersecrionality, and struc-
tural and systemic racism.

® Sections on diversity, equity, and inclusion (DEI)
in media organizations and ways media shapes
perceptions relevant to DEL

® Expanded discussion of privilege as sources of
unearned and often unacknowledged advantages
and disadvantages related to race, religion, sex,
sexual orientation, and other areas.

e Examples of real orgamizations’ and leaders’
diversity- and social justice efforts,

® [nclusion of information on Dominicans, the fifth
largest Latino population group in the United
States.

® Expanded data and research on sexual orienta-
tion and gender identity and expression and a
glossary of relared terms.

® Discussion of ableism, including contemporary
torms and internalized ableism,

® An Appendix including Diversity in Practice
mini-cases with questions to consider for applied
learning.

* Mihalak, €. (2020, June 113, “Apple CEO Tim Cook Announces $100 Mallion Racial Equety and Justice lmnative,” hepsdfwww.enet.cominews
fappleceo-tim-<conk-announces- | 00-milllon-racial-equity-and-justice-initiativel, accessed 4/1a/2021

'Maheshwan, 5, (2021, Apnl 71, “Tanget Savs It Will Spend More Than §2 Billion wath Black-owned Businesses” httpsefwww nytimes.com/202 104807 business
frarger-black-owned-busmecees, hmlf:-otexrs Target 6 20w 1% 20spend T 2 0more % 20thunequity % 20m %% 20the 26 20U nived % 2 06 eates, acvesed 47162021

"Carroll, B, (2021, April 6). “MLB Moves All-Star Game to Colorado Amid Uproar Over Georga Voting Law.” higpsulhwwwinprong/ 202 1/4/06/9847 1 1TER]
fmlb-moves-all-star-game-go-colorado-amid -uproar-overseorgia-voring-law, acocssed 4/16/2021,

i, DU (2021, April 9). “The Last Time People Tried vo Ger Baseball vo Move the All-Star Game.” hropasfwww.thenaton.com/farticle/socierv/all-star-game

-aneonal, accessed 471672021,

Cogrimiplsl X007 Cmpapr Leaming A Wighis Neservial Way wvsl b ool womiresd i@ dhiphioolod, i w8y oo g et D bl Hipiele, wanip (i peety ol e Iy wepqeeeeead Tisn e vlloak gmallir @ hapdisiang
Pstisaruad bricirs Jims dpwiimmsd dlind wiv ipgeleosasd oot dispi widd Bondhall @1 B ovein® eaming capenesiy Urspepe Lisemisg iy s B ophil jo veinovp sldiionsl cofiein of ans D 0] aibepgisend BiERIL vl gl jegiiie o



Acknowledgments

We thank Ray Casas, Vincent C. Flewellen, Gail
('Bannon, Lisa M. Ong, and Nichole Sheridan tor
agreeing to be featured in Chapter 16 and for shar-
ing their inspiring, impactful diversity work and rec-
ommendations tor others who want to join in this
work. We are very gratetul for the innumerable re-
scarchers who have dedicated their life’s work to
studying diversity-related topics and who have pro-
vided the foundation of empirical research upon
which this book is based. Our heartfelr thanks go to
those who use the book and have provided valuable
suggestions for inclusion in this edition.

Colleagues and students at the University of
Texas at Arlington and Webster University continue
to encourage us with their commitment to and curi-
osity about diversity and their passion for changing
the world. The members of the Diversity, Racial
Equity, and Inclusion Group ar UT-Arlington are
immense sources of support, especially Drs. Alison
Hall Birch and Fave Cocchiara, who are constant
and priceless allies in this work and teaching

Preface MW

diversity efforts. The Diversity Parmers’ willingness
to invest in others, without expectation of reward,

is truly inspiring. We teuly appreciate Drs. Daphne
Berry and Iris Johnson, Philisa Stanford, Stephen
Bell, Dan Chen, Jason Lambert, Ifevimika Ogunyomi,
Naomi Samuel, Shona Smith, and Marla White for
sharing articles, discussing ideas, and providing
emotional, social, and heart support. UT-Arlington
Business Dean Harry Dombroski’s vision of what
could be accomplished and boldness to pursue it are
worth internalizing and modeling. Thank vou, Harry.
We are tremendously grateful to Earnest Bell for his
continuing support and positive outlook and to Josh
tor so much love, kindness, and wisdom,

We thank Cengage and 1ts attiliates, who helped
see this and previous editions to fruition, We're
thrilled that Jenny Ziegler returned to the Diversity
m Organizations team and appreciate Patricia Daly's
keen editing insights and Sibasis Pradhan’s patient
help with the entire process. Lastly, we are especially
gratetul to God tor the tools, courage, and privilege
to do this work and the certainty that it marters.
Isarah 65:24.

Cogrimiplsl X007 Cmpapr Leaming A Wighis Neservial Way wvsl b ool womiresd i@ dhiphioolod, i w8y oo g et D bl Hipiele, wanip (i peety ol e Iy wepqeeeeead Tisn e vlloak gmallir @ hapdisiang
Paditiirpd irvirs |ims deimmsd ilip) i piipiteonsd dmiein disph wisl Soidhiall @ B ovein® Wepimibg coprhesisy Urageps Lismnihg ivsesyyds @ ekl o ovipovs mlditionsd coiviein of ane i 0 sidseadgissnd Bphiy sesilaijes imgiiie o






]

Introduction, Theoretical !
Background, and
Legislation

\

Chapter 1 Introduction

Chapter 2 Theoretical Background and Foundation

Chapter 3 Legislation




Chapter

Introduction

Chapter Objectives ),

After completing this chapter, readers should have a firm understanding of the importance of diversity
and inclusion in organizations. Specifically, they should be able to:

P explain the meaning of "diversity” in the United States and some considerations used in determining the

meaning of diversity in other areas
XA o H-':"I'_-"I'I{'.I'—'_’-'- -'il"i‘-":(;l I'jl"..n'{-'-'.'-'\.:'l'-l."_ I'_-".'_'3|I. '-_'-!.'_ andl I|'|i_'||J.’-'|If'.|f'I
discuss population demographics and their meaning for workforce and customer diversity

discuss differences between individual discrimination and systemic racism and their effects

v v v w

explain ways that organizations that seek to attract, retain, and value diverse applicants, employees, custom

ers, angd clients can G S0

oy s D

P Since the 1960s, changing population demographics, anti-discrimination legislation, and changing attitudes
have considerably increased diversity in many organizations, with more people of all backgrounds being
represented in various occupations.’

P Despite considerable progress in representation (of some groups, in some jobs and organizations),
significant barriers to diversity and inclusion persist, limiting individuals, organizations, and society.”

P Individual, organizational, and stakeholder activism, and social movements, such as the Civil Rights, Wom-
en’s, Gay, #Black Lives Matter, and #MeToo Movements, have helped to stimulate significant change.”

P Working and learming in environments with people who are different can benefit us through intellectual
engagement, perspective taking, and greater understanding of the implications and benefits of diversity.
Diversity makes us smarter?

' Habich, C, T, Hurst, E Jomes, O, L, & Elenow, B ] 2009), “The Allocation of Talemt and US Economic Growth,” Ecoramefrica, 87050 14391474,

* Lucas, 5. (2013}, fust Whao Loses?: Discremeation i the United States, Volunee 2. Phaladelphia: Temple University Press; MoeGhee, H. (2021), The Sum of
Uis: Whar Racism Costs Everyone and How We Can Progper Together, New York, NY: One World/Ballantme; Stglice, 1. (20020, The Prce of Ineguality,
London: Pengun LTk

"Clark, M. Dy 02079, *White Folks' Wark: Digita) ."||.||'.'~.|'|||1 Praxis in the BlackLivesMarter Movemenit” Social Movemient Strdree, 1R(5), 519=534
Leopold, [., Lambert. 1., Opunyam, L, & Bell, M. P (20205 *The Hashoag Heard Round the World: How iMeToo Did What Laws Did Noe” | |||'rr.J.I'|H'.
Phiveradiy amd Toielegroes, THOD 10, 1 10KEDT 004 SOV SA1] 2% Nk, i. ||'||r|.|r'|pu.,|. - EI'.,II_'IH, I s 20 s, e |'|I||:1|;r|. “URackis |,'\.,"|1.1I1|;| 1II|II:I1.'.I[|'|'I,' 1=|.l|,|-.
Resistance.” Sociolugical Forom, 34:1042=1064

" Phillips, K. W0 (20040, *How Dhversity Makes Us Smarter.” Seeentific American, 311{41, 43=47,
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Chapter 1; Introduction

P Organizations that purposefully address barriers to diversity and inclusion are more successful at achieving
diversity and inclusion objectives than organizations that place less emphasis on them.®

3

P The "business case” for diversity i1s insufficient to motivate organizations to value applicants, employees, and
customers from all backgrounds, but when they do so, this can benefit organizations in many financial ways.

P Moral and social reasons for organizations to value applicants, employees, and customers from all backgrounds
are now being openly acknowledged and are shaping decisions of many leaders, customers, stockholders, and

other constituents.®

Introduction and Overview

Heightened Focus on Diversity, Equity, and Inclusion

After decades of individual and organizational efforts with
limited effectiveness, attention 1o racial inequity and orga-
nizations’ role in contributing to injustice or working for
change significantly increased in 2020. The COVID-19 pan-
demic and disproportionate deaths of African Americans,
Hispanics, and Native Americans increased awareness of
racial disparities in access to quality healthcare and paid
time off for iliness (both tied to certain types of employ-
ment) and the widespread consequences of this lack of
access. Certain groups’ overrepresentation in jobs
deemed “essential” yet otherwise devalued were also ap-
parent.” Hate crimes against Asian Americans increased
during the pandemic, because the virus originated in
Wuhan, China, and was sometimes referred to as the
"China,” "Kung," or "Wuhan” flu. While wearing masks
was recommended for everyone by the Centers for Dis-
ease Control, both Asian Americans and African Americans
wearng masks reported greater expenences with public
discrimination and harassment than normal, albeit for
different reasons.®

During the same timeframe, two videotaped homi-
cides against Black men and one state-sanctioned homi-
cide of a Black woman waere also awakenings to many
non-Black people about the stark differences in African
Amencans’ everyday expenences and those of other Amer-
icans. George Floyd's death at the hands of four diverse
Minnesota policemen and Ahmaud Arbery’s death by two
White men who claimed he was suspicious as he jogged in
Georgia were both videotaped and played repeatedly. Pub-
lic outrage ultimataly led to arrests of the Minnesota police-
men and the vigilante father and son who killed Arbary,
who, despite video evidence, had not been arrested for
more than two months after the homicide.? The fatal shoot-
ing of Breonna Taylor as she slept by police officers issuing
a “no-knock” ' warrant in the middle of the night was also
a repeated topic of traditional and social media news, con-
tributing to more individual and collective activism,

The Black Lives Matter (BELM) Movement, formed in
2013 after Trayvon Martin was killed, had continued working
for change and was poised for more success during 2020.

" Ely, R. J.. & Thomas, D, A, (2020], *Getting Senous About Diversity: Enough Already with the Business Case,™ Harvard Busmess Review, 9806}

114=122.

u

" Childers, N, (2020, November 24), " The Moral Argument for Diversity in Newsrooms s Also o Business Argument—and You Need Borh,” hrrps:iwww
asiemanlab.orgf202001 Vihe-moral-case-for-diversitv-m-newsrooms-also-makes-good-business-sense/; Kowitt, B, (2020, June 23). “How Ben & Jorry's
Activist History Allows It to Call our Whire Supremacy and Police Braraling,” hirpssfformone. com@2020006/2 3 ben-and-jerryvs-black-hves-martor-george
flovd!y LaMonaca, I R, (2020, June 16} “ATRT CEO Calls for Racial Justice in Amenca.” hitpsdfwww.enn.com/2020006/ | &Musinessfatt-randall
atephenson-mandare-racial-justicefindex. hrml; Shinneman, 5. (2017, May 17}, “AT&T CEO Doubles Down on Tolerance I fior Cowards.” hteps:ffaww
bigournals.comidatlasinews/ 200 705/ Tlat-t<cco-doubles-down-on-tolerance-is-for-cowards. himl; Togoh, L (2020, October 8). “1I* Morgan Pledges
$30 Balhon o Help Remedy Racial Wealth Gap.” htepseffwww, forbes.comBaresfsabeltogohf2 02001 0008 p-morgan-pledges- 30-billion-qo-helpremedy

tacial-wealth-gap/fsh= 1di7 Sd4b 7944

" Jordan, M. (2020}, *Farmworkers, Mostly Undocumented, Become "Fssential” During Pandemic.” The New York Times, hupsdiwwwnytrimes.com
2020040 usfcoronavirus-undocumented -smmigrant-farmworkers-agnculoure, ivml

' Donabue,E, (2020, July 21, %2, 120 Hate Inoidents Against Asian Amenicans Reported During Coronavirus Pandemic.” htepesfowww.c banews, com/news
fanti-asian-amernican-hateancadents-up-racismdy Ruiz, M, G, Horowitz, |. M., & Tanmuir, C, (2020, July 1), “Many Black and Aman Americans Say They
Have Experienced Discrimination Amid the COVID-19 Ouchreak.” hepsifiwww, pewsocialerendsorgf20 200701 many-black-and -asian-americans-say

they-have-experienced -discrimination-amid-the-covid- 1 9-outbreak!

* R, Vo (2020, Novemiber, 130, “Father and Son Charged with Murder in Ahinand Arbery Killing are Denied Bond,” httpsafwwswnproegf2020/11 113
1934862 1 59 ather-and-son-charged-with-murder-im-ahmaud -arbery-killing-are-denied -bond

™ Rags, 5. (2001 “Pobang Space, Pobcing Bace: Social Coneeal lmperatives and Police Discretionary Decisions.” Social lustice, 28: 1(E3), 1 56=176; Dolan,
B. (20019, “To Koock oar Mot 1o Knock: No-Knock Warrants and Confrontational Policing."” St Jobi's Law Reverss, 93: 2001=231
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Introduction, Theoratical Background, and Legislation

Like the #MeaToo movement, social media strengthened
the efficacy of BLM. giving voice to countless individuals
and providing more accurate infermation on the move-
ment." BLM protests included representation and support
from constituants from all racial, ethnic, age, sex, sexual
grientation, and gender identity backgrounds. Although
African Americans were and remain the most supportive of
the movement, in the month after George Floyd's death,
most Americans (67%) expressed support for the BLM
movement, including most White (60%), Black (86%), His-
panic (77%), and Asian (69%) people.' These diverse indi-
viduals, small businesses, corporations, and universities in
the United States and around the world vocalized their calls
for change, with many providing significant financial sup-
port in change efforts. JP Morgan Chase, for example,
pledged $30 billion to help remedy the long-standing Black-
White racial wealth gap. The University of California Los An-
geles (UCLA) provided substantial resources for faculty,
staff, and students to support racial equity. Randall Ste-
phenson, then Chief Executive Officer of AT&T, continued
his vocal suppont of Black Lives Matter, and called for other
CEOs 1o speak up and act against racial injustice, which
some are now doing. ™

Other key successas for diversity and inclusion involy-
ing sexual onientation and gender identity, Native Ameri-
cans, and removal of Confederate symbols were obtained
during that same time of social reckoning. The U.S. Su-
preme Court ruled that Title Vil's provisions against sex dis-
crimination included discnmination on the basis of sexual
grientation and gender identity." Financial pressure from
investors resulted in the Washington, D.C., professional
football team’s owner, Dan Snyder, finally agreeing to

change the team's name from that of a slur against Native
Amaricans despite having said it would “newver" occur, Af-
ter decades of similar refusal to change, other sports teams
and universities also abandoned names associated with
racist founders or past racist actions, and confaderate sym-
bols were removed in multiple states that had long resisted
remowving them.'® In the first seven months after George
Floyd's death, 167 Confederate symbols in various states
were removed. Only one had been removed in the five
months of 2020 before Floyd's death.'® Thus, glaring evi-
dence of racial disparities provided by the confluence of a
global pandemic and racialized homicides against Black
Amernicans brought attention to and commitment to change
from diverse individuals and entities. This heightened atten-
tion helped multiple other groups who had also long been
working for change. Although these changes are important,
there is still considerable work 1o be done at the individual,
organizational, and societal levels. In addition, significant
concerns aboul differences between whal organizations
say in response 1o overt injustices and de within their own
waalls and with their financial resources remain.

Persistent Resistance and Conflicting Research

Despite moral considerations, changes in laws, potential fi-
nancial benetits for arganizations, and many years of dis-
cussion, discnmination, exclusion, and broad group-based
disparities in compensation, layoffs, and performance man-
agement for non-dominant racial, ethnic, gender, physical
ability, and refigious groups also continue. For instance, one
analysis of research conducted over a 25-year penod with
over 55,000 applicants for nearly 30,000 positions showed
no change in hinng discrimination against Blacks and only a

' Black Lives Matter. (n.d.}. Abort, Retnieved from hitpseiblacklivesmatier.comfabout!; Leopold, ], & Bell, M. P (2017), “News Media and The
Racialization of Protest: An Analysis of Black Lives Marter Articles,” Equality, Diversity and Ingclasion: An International fowrmal, 36(81: 720-735;
| L‘l-:i'll.ﬂll et al. 12019},

1 Parker, K., Horowits, I ML, & Anderson, M. (2020, June 121 “Amid Protests, Majorines Across Racial and Ethnic Groups Express Sapport for the Black
Lives Matrer Movement,” htrps:lwww.pewsoctaltrends.org/2020006/1 Yamid-protests-majonnes-across-racial-and-ethnic-groups-express-suppore-for-the
“hlack-lives-matter-movement/, accessed LARN021, By September, support for the movement was at 55" averall, and 45%, 87%. 66%., and 69% fixr
Whares, Blacks, Hispanics, and Asians, “Suppiore for Black Lives Matter Movement Down since June,” httpsafwww. pewresearch.org/tact-tanl/2020/09/1 &
fsupport-for-black-lives-matter-has-decreased-since-qune-but-remamns-strong-among-black-americans/fe_1020-09-16_blm_01/, accessed 111002021,

Y LaMuomca, PR (20200 Mohdin, A, & Swann, G, (20240, July 291 “How George Floyds Death Sparked o Wave of UK Ano-Racism Proteses,”™ hiopsd!
www theguardian comiuk-news/20200ul/2 % peorge-fovd-death-fuclled-anti-racism-protests-britan; hirpsdffhwww. businessroundable orglequiry,
accessed 3172021,

' Torenberg, N, (2020, June 15 “Supreme Court Delivers Major Vicory to LGBTQ Emplovees.” hopseifwwwonprorg/ 202000601 5786 3498 848/ supreime
<ourt-delvers-majar-victory-to-lghtg-employees

" Brady, E. (2020, July 4). *Opinton: *“NEVER. The Anatomy of Washington Team Owner Daniel Snvders Most Famous Quore.” hitpselfswww.usatodav.com
fstorvisporeainfl 20200704 washington-ntl-tcam-danicl snvder-famous-neversquote/5 374437002/, accesved January 3, 2021; Clarke, L. (2020, Julv 2).
“FedEx Calls on Redskms to Change Name Followmg Investors” Demands on Sponsors.” hetpsafwww, washimgtomnpostcomifsporta 202000701 edex

redskins-name-changel; Vipdor, N, (2020, December 15], “Dixie State University in Ltab Savs It's in Need of a Name Change.” httpsawww.nytimes
Aom 202001 20 Slasidisde-state-name < hange, himl

'* Kaur, H. (2020, Febroary 24). *Mare than 160 Confederare Symbaols Came Down in 2020, SPLC Savs.” horpeafwaw.cnnoom/202 1402724 us/confederare

symbiali-removed-2020-splearndindex.homl, accessed 2/25/2021,

Chapripaplsl B0 Crmpaps Lsavang AU Wights Nasrmial Wy wsl b sigaml. woaimsd i@ aiphi sk in sile o i, Disat b plimtosims diglel e, sainp s poety issilonl meen w espsperental s e allsik amallis o heipdisia
Pstisaruad bricirs Jims dpwiimmsd dlind wiv ipgeleosasd oot dispi widd Bondhall @1 B ovein® eaming capenesiy Urspepe Lisemisg iy s B ophil jo veinovp sldiionsl cofiein of ans D 0] aibepgisend BiERIL vl gl jegiiie o



slight decline in discrimination against Latinos.'” A larger,
similar study found persistent racial and ethnic employ-
ment discrimination in nine countries in Europe and North
America. There was significant discrimination against non-
Whites in all countries, with Whites receiving between
26% more to twice as many calls for interviews as non-
Whites, depending on the country.' In a Canadian study of
20,000 employees in 6,000 firms, for example, researchers
tound clear salary advantages for White male immigrants
over other immigrants.'*

Persisient discrimination can be attributed to multiple
tactors, including few or no efloris 10 educate employees
about hirnng discrimination and how to avoid it (such as
structured interviews and blinded resume reviews); little 1o
no managenal or human resources control and monitoring
that would help identify and alleviate discnminatory prac-
tices embedded in organizational processes; and inhospita-
ble diversity climates, such that career success and
retention of non-dominant group members are limited.<"
These and other contributors to little or no progress in im-
proving equity for non-dominant group members, and im-
portantly, suggestions to alleviate them, including key
factors in organizations’ success in diversity and inclusion
efforts, will be discussed throughout the book, While there
15 no “one-size-fits-all” blueprint for different organizations
and different contexts, there are specific. demonstrable

Terminology i

Chapter 1; Introduction

measures that committed arganizational leaders can take in
their pursuit of their goals.?!

Along with research on tenacious discrimination in hu-
man resources practices, research on the organizational ben-
efits of diversity is not unequivocal, despite a great deal of
discussion that says diversity is financially beneficial, Some
studies find that diverse organizations are more profitable or
productive and have lower employae turnover and higher
commitment, while others have produced different results.
Some studies show no difference in key indicators such as
profit, preductivity, performance, or employee turnover be-
tween diverse and homogeneous organizations.2 Type of in-
dustry and type of "diversity” studied (race, sex, sexual
orientation, etc.), diversity climate of the organization, leader
commitment, strategy of the organization, state and local
legislation, and region of the country are a few of the many
factors affecting success of diversity efforts. These complex
and conflicting findings can cause confusion among individu-
als and organizations trying 1o implement diversity initiatives
and plans. In addition, covert and overt resistance toward di-
versity efforts has slowed, but has not stopped, progress. =
Inconsistant research findings and resistance should not be
cause for apathy, inertia, or giving up. As will be discussed
throughout the book, despite tenacious barriars, concerted
efforts of individuals, organizations, and society can improve
diversity, equity, and inclusion for the benefit of us all. =

Diversity, equity, and inclusion are frequently used terms in diversity-related research,

organizations, and in the media. As such, this book uses diversity, diversity and inclusion,
and diversity, equity, and inclusion, to generally refer to related efforts to ensure individu-

als of all backgrounds are treated as valued applicants, employees, and customers. While
some research and organizations use shightly different terminology (e.g., “inclusive

7 Quillian, L., Pager, ., Hexel, O, & Midtboen, A. H. (2017}, *Meta-Analvais of Field Experiments Shows No Change in Racial Discrimination in Hiring
aver Tume.” Proceedings of the Natworal Academy of Sciences, 1140415 1087003875,

" Quallian, L., Heath, AL, Pager, [, Midthaen, A. FL, Fleisschmann, B, & Hexel, O, (2009, “Do Some Countries Discriminate More Than Ochers? Evidence
From 97 Field Experiments of Racial Discrimimation in Hiring.” Sociological Science, 6: 467494,

" Fitzsimumons, 5., Bages, .. & Brannen. M. Y. (2020, May 7). “Research: The Immigrant Income Gap.” htps:fhbrore 2020005 research-the-immigrant
Incomegap

0 lid.

1 Ely & Thomas (2020),

“ For soime examples, see: Jiraporn, P, Povosky, [, & Lee, S M. (2019), *Corporate Governance and Lesbian, Gay, Bisexual, and Transgender-Supportive
Human Resource Polbices from Corporate Social Responsibility, Resource-Based, and Agency Perspectives.” Humumn Resowrce Management, 58(3): 117-
136 Joshi, Ao, & Roh, H. (20090, “The Role of Context in Work Team Diversity Research: A Meta-Analvie Review.™ Academey of Management fournal,
§2(3): $99-627; Rachard, O. C. (2000), “Racial Diversity, Business Strategy, and Firm Pérformance: A Resource-Baved View." Academy of Management
Josirmal, 43: 164=178,

“* Block, M. (2020, October 30). "Agencics, Contractors Suspend Diversity Training to Avord Vielating Truomp Order™ hitpaafwwwinprorgf2020/10
F30r9 291 6 586 M agencies-contractors-suspend-diversity-trammg-to-avond -violating-trump-order, accessed 20252021 Brannon, T, N, Carter, E. R,
Murdock-Perriera, 1. A., & Higginbotham, G. [ (2018). “From Backlach to Inclusion For All: Instituting Diversiey Efforts to Maximize Benefics Across
Gorop Lines,” Social lesiiesg and Poliey Revoer, 12011 §7=910,
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Introduction, Theoratical Background, and Legislation

excellence,” “diversity, racial equiry, and inclusion™), the focus on ensuring individuals of
all backgrounds are valued and have opportunities to thrive and contribute remains the
same,

In this book, diversity 1s defined as real or perceived differences among people in
race, ethnicity, sex, age, phvsical and mental ability, sexual orientation, religion, work
and family status, weight and appearance, social class, and other idennty-based areas
that affect their experiences, outcomes, and opportunities in organizations and society.?
These tocal areas encompass differences that are based on power or dominance relations
among groups, particularly “identity groups,” which are the collectivities people use ta
categorize themselves and others.”® Identity groups are often readily apparent to others
(for example, their members are easily identifiable), sources of strong personal meaning,
and related to historical disparities among groups in treatment, opportunities, and out-
comes. In the United States, Black men, women, and children were enslaved and contin-
ued to be treated as second-class citizens after slavery was ended. Racial identity is an
important source of pride for many Black people, and thus sometimes well-intentioned
statements that “1 do not see color™ may render invisible this important aspect of their
identity.*® In addition, “color-blind racism™ is a unique impediment to diversity efforts.*’
Identity-based attributes affect interactions and relationships between people while also,
importantly, affecting people’s experiences, outcomes, and opportunities in organizations
and society,

The definition of diversity used in this book includes the terms real and perceived to
acknowledge the social constructions of many areas ot ditterence. Although many be-
lieve that race 1s biological, rescarch indicates that 99.9% of genetic material is shared
among people of different “races” and the concept of race is socially constructed.*®

Misperception: Racial groups are biclogically determined.

Reality: Racial groups are socially constructed, People are biologically the same.

In later chapters, we discuss people’s efforts to prove their whiteness, and the
changes in the U.S. Census Bureau's definitions of who was and was not White during
history. Even though it 1s socially constructed, perceptions of race, beliefs about people
of different races, and discrimination on the basis of race strongly affect people’s lives in
and outside of work. Gender 1s also socially constructed, representing perceptions of
how males and females shotld behave rather than strict biological differences berween

“' Dabbs, M. E (1996} “Managing Diversity: Lessons [ram the Private Sector”™ Public Persommel Mawagement,
15 {september): 351-368,

= Komrad, A, M. (2003), *Defining the Domain of Workplace Diversity Scholarship.” Gerosp deed Organezation
Mamagemens, 2811} 4=17,

“* Hulteman, L., & Sharpe, L. (2014), Media Messages: Whae Frlee, Televigion, and Poprelar Music Teach Us Abour Race,
Clazs, Gender, and Sexwal Orentation, London: Routledge, p. 19,

* Bomlla-Silva, E. (2006]. Racism withomt Ractats: Colar-Blind Racisem and the Perqistence of Racial Ineguality in the
Ulereded Stgtes, Lanham, MDDy Rowman & Ligtleheld Pablishers,

O Cranmon, M, (2016) "Race v g Social Constroct, Scientists Argue,” htipssdfwawwisgiennbicamerican.comfariclelrdceis-u
social-<construct-soentists-argues; Genetics va, Genomics Fact Sheet. National Human Genome Rescarch lnstitute. hoepast/
wivwpennme. goviabour-genomicsTact=sherr Genetics-ve~Genomicss Instinune of Medicing (U5} Commrtes an Assessing
Interactions Among Socal, Behavioral, and Genente Factors m Health (2006}, “Sex/Gender, Race/Ethmicity, and Health—
Gienes, Behaviorn, and the Social Environment—5SCB Bookshelf,” In Hernandez, L. M., & Blazer, I3 G, (Eds, ), Genez, He-
hataor, and the Socual Enveronment: Moving Beyvond the Nature/Nurture Debate, Washingron, DC: Nanonal Academies
Mress (USH Morming, A, (2008), *Ethme Clasafication in Global Perspective: A Cross-National Survey of the 2000 Censas
Round.” Popreclation Regearch and Policy Reviene, 27120 2392721 Onwuach-Willig, A, (2016), "Race and Racial Idéntity
are Social Comstructs,” hupsfwwwaytimes.com/roomfordebate/201 5806/1 6/how-llind-is-racial-identry/race-and -racial
sdentity-are-social-constructs; Pope-Davis, I B & Lia, Wo M. (19980, “The Social Conseruction of Racer Implications
for Counsclling Psychology.” Counselling Pevelrology Quarterly, 11121 151-161
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Chapter 1; Introduction 7

the sexes that might canse males and temales to behave differently. As with perceived ra-
cial differences, beliefs about the differences berween males and females strongly affect
the expectations of, experiences of, and opportunities for girls, boys, men, and women in
families, society, and organizations.*”

In contrast to the categories of focus in this book, some research has explored diver-
sity in terms of functional area (e.g., marketing, finance, or accounting}, tenure, values,
and atritudes, as they attect people’s organizational experiences. These categories may
also be sources of real or perceived differences thar atfect people’s interactions, out-
comes, and relationships at work. For example, engineering, finance, and accounting
managers typically earn more and have greater occupational status than human re-
sources managers. (The former positions are also more likely to be held by men than the
latter position; sex typing and segregation of jobs, and their negative consequences for
women, will be discussed in later chapters.) However, one’s functional area at work is
not likely to fit the criteria for identity groups—thart is, readily apparent, or associated
with historical disparities in treatment, opportunities, or outcomes in society at large.
Mo one can look at a person and determine if they are an accountant or an engineer, and
people have not experienced societal discrimination because they work in finance or
higher education. In addition, focusing on broad definitions of diversity such as func-
tional area can cause organizations that are racially homogeneous to ignore civil rights
issues that equal opportunity efforts were originally developed to address.”

Social class, referring to one’s “position in the economic system of production, distri-
bution, and consumption of goods and services in industrial societies,”*! meets some of
the key criteria for inclusion (e.g., having strong personal meaning and stemming from
or coinciding with significant power differences among groups; in some situations, it is
also readily apparent or easily guessed). Social class is often measured by education, in-
come, or wealth, but such measures are inexact. Although the effects of social class are
not considered in a separate chapter, “practices that exclude, exploit, and limit the po-
tential of poor and working-class people disproportionately affect women and ethnic
minorities,” ** who are covered in individual chapters in this book. For some racial and
ethnic groups, upward class movement, along with associated benefits, is possible, given
the right circumstances. For other groups, however, even education and income do not
msulate them from discriminatory practices and exclusion. For example, regardless of
their social class, African Americans must often contend with stereotypes about their ed-
ucation, income, work ethic, and morals,? Harvard professor Henry Louis Gates was
arrested afrer his neighbor called the police as he tried to enter his own home, ™ For some
Whites from lower-class backgrounds, racial advantages shape their decision making
when class solidarity with poor workers of color would seem more logical. Historically,
deliberate managerial efforts to foster Whire workers’ perceptions of difference helped
create division instead of solidarity with other exploited workers occupying similar

“* Britton, 3 M. (2000), “The Epistemology of the Gendered Organization.” Gemder & Socicty, 14 418=434; Lorber, ]
(20041, = Night 1o ns day’s The Social Constructnion of Gender” In Rothenberg, ' Race, Class, amd Gender i the Uneted
Ctates: An Integrated Study, 6: 54-635

D Paver, T, L., Kaiser, C. R, & Major, B, (20200, “Mixed Signale: The Unintended Effects of Diversity Ininatives.” Social Js-
entes annd Policy Retdewe, 14010 182=151,

W Rullock, H. E. (2004}, “Class Diversaty in the Workplace.™ In Seockdale, M. 5., & Croshy, F | (Eds.), The Peveholagy and
Management of Workplace Diversity (pp. 221-242). Malden, MA: Blackwell Publishing.

Y hidd,

Hiyke, K. Ix (20000, *What Is Internalized Racil Oppression and Why Don’t We Stody It? Acknowledging Racism’s
Hidden |I1|llrr|:"| "B rIFIIIJ'?:h.rII .r'rr:tf-'r'n.'fu'l':i, E3dis 351=572, r fh5,

U Weaver, M. (2009, July 200, “Harvard Mrofessor Henry Lows Gates Accuses Police of Racism Over Arvest,” hripsifiwww
Aheguardian.comfworl dr2Z00%uli2 Tiusa-race; Goodnough, AL (2009, July 20). “Harvard Professor Jailed; Officer Accused
of Buas.” New York Tomes, birpathewse sevtimes comd 20080702 Dasf2 T gates firml
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Introduction, Theoratical Background, and Legislation

positions in the economic system.* Along with racial, ethnic, and class relationships,
class-based differences related to diversity in organizations and their intersections with
other diversity areas are considered in many chapters (e.g., work and family concerns for
low-wage workers, and part-time work as underemployment, which are more likely for
women and minorities).

Employment discrimination occurs when personal characteristics of applicants and
workers that are unrelated to productivity are valued in the labor market.” Access
discrimination occurs when people are denied employment opportunities or “access™ to
jobs because of their group memberships. Treatment discrimination occurs when people
are employed but are treated unfairly on the job, receiving tewer rewards, resources, or
opportunities than they should receive based on job-related criteria.’” Both are forms of
the broader category of employment discrimination. In cases of access or treatment dis-
crimination, people with similar productive characteristics, such as performance, educa-
tion, skills, and tenure, have different experiences because of facrors such as race, ethnic
origin, sex, age, physical ability, religion, and immigrant status. In a society that ostensi-
bly values and rewards hard work, disparities in rewards despite similar productive
characteristics are red flags.™®

Discrimination limits diversity and harms targets, non-targets, vicarious victims,
organizations, and society.’” A Citigroup study estimated that between 2000 and 2020,
anti-Black discrimination cost the U.S. economy about $6 trillion. Importantly, the re-
port also estimated that if racial gaps berween African Americans and Whites were
closed immediately, the result could be a §5 trnillion boost to the ULS. economy in the
next five years. " This economic boost would affect countless people from all
backgrounds.

Discrimination can result from intentional and deliberate actions, or it can be the
unintentional result of organizational practices, such as having mformal, unmonitored
recruiting, selection, or performance evaluation practices. It may be interpersonal, occur-
ring between individuals, or institutional, related to differential access to goods, services,
and opportunities, and not necessarily involving any specific interpersonal encounter.®!
Regardless of intent or source, the outcome of discrimination is that members of some
groups are systematically disadvantaged while others are systematically advantaged.
Systematic advantages for those who do not personally experience discrimination include
such things as higher wages and persistently lower unemployment due to hiring prefer-
ences. Systematic disadvantages include such things as chronically lower wages (e.g., the
wage gap for women) or chromcally higher unemployment (e.g., for African Americans
and people with disabilities), even with similar productive characreristics), and a host of

" Rocdiger, I, R., & Esch, E. I, (2012), The Productron of Difference; Race and the Management of Labor tn US History,
Mew Yock: Oxtord University Priss,

* Enrenberg, R, G, &, Smith, B. 5, (1982). Moders Lalbior Ecosomsiics: Theory and Palilic Polioy. Glenview, [L: Scott,
Foresman, and Company, p. 394,

"Gireenhaus, . ML, Parasuraman, 5., & Wormley, W, M. (1990}, “Effects of Race on Organizational Experiences, |ab Per-
formance Evaluations, and Career Outcoanes,” Academy of Management Jovirnad, 33; ad=K6,

* MeNamee, 5. . & Miller, R. K. (2009), The Meritocracy Myt Lanham, MDY Rowman & Lietlehicld.

* Lucas (200 3); MeGhee (2021), Sec also Chrobot-Mason, [0, Raging, B R & Linochan, F (2003 “Second-Hand Smoke:

Ambient Ractal Harassmem at Work.” Joursal of Mavagersal Pevebology, 2805 470-491; Goldman, B M., Gueek, B A,

& Lewis, K. (2006], *Employment Discrimmation in Organzations: Antecedents and Consequences.” fourmal of Manage-

mend, 32060 TEG=831; Miner-Rubing, k., & Cormna, L. M, 12007), * Beyond Targems: Consequences of Vicanous Expo-

sure to Musogyny” Jonrnal of Applied Peycbology, 92080 1254<1249; Nura-Jeter, A et al. (2009), **Tt%s the Skin You're

In:* Alncan-Amencan Women Talk About Their Experiences of Racism: An Exploratory Study to Develop Measures of

Racism for Birth Qutcome Studies.” Maternal Chald Health fowrnal, 13: 29-39,

Adala, A, (September 23, 2020), *Cost of Raciem: U5, Economy Lost $16 Trilhon Because of Dhscomimation,” heepaf

wiww, nprofglsectionslive-updates-protesti-for-racial-justice/202 /02 31 602 247 Licost-of -racism-u-s-cconomy- ot

le-anllion-because-of-discrimination-bank-says; Peterson, [ M., & Mann, C, L, (2020}, Clogterg the Racual Inequality

Coapre, Cingroup. hrpeaiwwsecinvelocimv.comicimgps/closing-the-racial-inequality-gaps/

Nuru-Jeter et al {2009],
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Chapter 1; Introduction -

other negative individual, organizational, and socieral consequences. As noted by re-
search, discrimination harms both those targeted and those not targeted, even though
there may be wage and employment advantages for members of preferred groups. Diver-
sity and inclusion is not a zero-sum game, and discrimination harms us all.*

Misperception: Discrimination harms only its targets,

Reality: Discrimination harms those targeted, as well as those not targeted.

Along with efforts to avoid discrimination and ensure that emplovees are diverse,
efforts to ensure emplovees are also included and able to fully contribute are critical
Inclusion is the degree to which “ditferent voices of a diverse workforce are respected
and heard.”* In inclusive organizations, employees perceive they are valued, including
their unique attributes, and belong.** Readers may know of organizations that are quite
“diverse,” having emplovees from various backgrounds without being at all inclusive,
Unrelated to their productivity or skills, members of certain groups may be ¢lustered into
certain types of jobs (e.g., call centers, security guards), while others may occupy more
prestigious positions, even in organizations that are diverse by the numbers. In inclusive
organizational cultures, all emplovees feel as though they are accepted, belong, contrib-
ute to decision-making processes, and have opportunities to succeed and thrive, in vari-
ous roles.’ Throughout this book, “valuing diversity” refers to diversity and inclusion,

Structural or systemic racism refers to the ways in which societies foster racial dis-
crimination through mutually reinforcing systems. These systems include public policies,
institutional practices, cultural representations, and other norms that work in reinfore-
Ing ways to perpetuate group inequity. Included in these systems are discrimination in
arcas such as education, employment, healtheare, and criminal justice, among others,
and discriminatory practices that reinforce discriminatory beliefs, values, and distribu-
tion of resources.*” As will be discussed in later chapters, this discrimination results in
disparitics across groups in areas such as guality of education, grades, and school reten-
tion and completion rates; employment, earnings, and participation rates; health, health-
care and mortality rates; arrests convictions, and sentencing; and, countless other
areas.*® Strucrural racism and systematic advantages and disadvanrages for different ra-
cial, ethnic, gender, and age groups are in contrast to widespread belief that hard work is
equally rewarded and people "get™ whart they earn, The myth of meritocracy is the idea

¥ Lucas (2003 MceGhee (20211; Noron, M. L, & Sommers, 5, R, (200 1), “Whites See Racivm as a Zero-Sum Game That
They Are Now Losmg”™ Perspectioes on Pevcbological Sciemce, 6030 215-218; Peterson & Mann (2020),

i3 Mishn, L, H., & ?'.1..1:.11’. I, ML (2009, *Do Inclesive Leaders I'El.'lj"l 1o Reduoe Turmover m Dhverse Liromp s The Mndr!’.‘lllll.ﬂ,
Raole of the Leader-Member Exchange i the Diversity 1o Turmover Relavionship.” Jovesnal of Applied Psyvchology, 94(6);
141 2=1426.

“Pless, N M. & Maak, T (2004), “Budding an Inclusive Diversity Culture: Principles, Processes, and Pracnces.” fourmal of
Rusimess Erbrcs, S4: 129-147,

1 5hore, L. M., Randel, A, E., Chung, B, G., Dean, M. A, Holcombe Ehrharr, K., & Simgh, G. (2001}, “Inclusion and Diver.
sty in Work Groupsi A Review and Model for Future Rescarch.” lowral of Management, 37(4): 1262-1289

“ Roberson, O 12006), *Disentangling the Meamngs of Diversity and Inclusion m Organizanons,” Growp & Orgamzation
Management, 31420 212-116,

Y Aspen lnstitute (July 11, 20061 “11 Terms You Should Know to Better Understand Stractural Racism.” hiepszfwww
;speninstitute, orgMogpostsistructural-racism-defimiond; Bailey, Z. D, Krieger, N, Agénor, M., Graves, |, Linos, N, &
Bassert, M. T, {2017}, “Seructural Racism and Health Inequitics in the USA: Evidence and Interventions.” The Lan-
cetf, ABD1007T7), 1453-1463; Reskin, B, {2012}, “The Race Discrimination System.™ Aneial Review of Sociology, 48:
17=35,

Wihrow, 5. R, & Mauro, R (1989), Dearlr o Discrestimation: Raceal Disparitees i Capital Sertencing, Boston, MA: North.
castern University Presst Penner, L, A., Dovidio, |, F, Edmondson, D, Dasley, R, K., Markova, T, Albrecht, T. L., &
Gaertner, S, L. (2009). “The Experience of Discrimination and Black-White Health Disparines in Medical Care.” Journal
of Black Pevehology, 35121 180=203; Williams, I R., & Mohammed, 5. A, (2009}, “Discrimination and Racial Dispari-
nes i Health: Evidence and Needed Research.” Jowermal of Belravroral Medicing, 3201} 20-47,
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that societal resources are distributed exclusively or primarily on the basis of individual
meerit. Instead, systems thar have little to do with individuals® eftorrs aftect where they
live, the quality of education they receive, their health, access to healthcare, longevity,
and myriad other factors. As brief examples, institutionalized residential segregation and
environmental racism negatively atfect many African Americans’ and Latnos™ quality of
life, education, and health.

In this book, when referring to the U.5. population, the following expressions are
used somewhat interchangeably: sex/gender; Blacks/African Americans; Hispanics/
Latnos/Latinx; Asians/Asian Americans/Asians and Pacific Islanders; Native Americans/
American Indians; and Whites/Anglos/European Americans.® Although the linked terms
are not exactly the same (e.g., sex is biological while gender is socially constructed,”
and not all Black people consider themselves African American}, the terms are widely
recognized, their meanings are generally well understood, and they are viewed as inter-
changeable by relevant group members.”! Even so, there are important differences
among them. Indeed, some scholars have argued persuasively that the ambiguity and tu-
idity of terminology render “race” and “ethnicity” almost meaningless.’ Some research-
ers go so far as to use quotation marks at any mention of the word race to indicate its
lack of true meaning, despite its real consequences in people’s lives.

Like gender, “race is socially constructed to denote boundaries between the powerful
and less powerful™ and is often defined by the more powerful group.® In the United
States, these social constructions are affected by and reflect the changes in terminology
used by the Census Bureau over the vears and in court rulings about who was or was
not a member of the most powerful group—Whites. Latinos may be of any race, and
people may be of more than one racial or ethnic background, which adds to the com-
plexity of understanding race and what it means. Recently, increasing numbers of Whites
self-identify as Latino compared to in the past,”® and vice versa, further suggestive of the
social construction of race. There are also substantial differences in the diversity-related
experiences of Latinos who are of Colombian, Dominican, Mexican, Nicaraguan, and
Puerto Rican origin, with skin color within country of origin also plaving a role.’® In ad-
dition, Hispanics are included as *people of color,” but researchers have found that in-
stead of skin color, observers judge whether Hispanics are “minority enough™ based on
Spanish fluency.’

BIPOC is an acronym used to describe Black, indigenous, and people of color.®”
This acronym was identified as early as a 2013 rweet, and during 2020 began being used
with increasing frequency. Like the term “people of color,” an older term which covers
the same groups, BIPOC is imprecise and includes groups with similarities and differ-
ences. For example, while all “people of color™ are subject to discrimination and

" Terminalogy v discussed turther in the following chapters, Individuals” differest preterences tor particular terms are
acknowledged and respected. When reporting rescarch, when possible, we use researchers’ onginal termninology.

Torgrnimwon, B N, & Minson, C, T, (2005), “Sex and Gender: What w the Difference?™ fournal of Applied Plresiology,
Uik TES="R7,

T Jones, |, (2003, July 26), ULS, Blacks, Hispanics Have No Preferences on Group Labels (gallup.com), accessed January 3,
2021,

" See Wright, L (1997) “One Drop of Bload.” In C, Hartman (Ed, ), Dowlle Exposure: Poverty and Race m America
Armaoiik, MY: M. E. Sharpe

“"Healey, . F, & OFBrien, E. (2004), Race, Edhrricity, and Gender. Thousand Oaks, CA: Pine Forge Press, p, 282,

" Hixson, L., Helpler, B, B., & Kum, M. Q. (2011}, “The White Population: 20007 LS, Censis Burean, htrpsdfwww.census
goviprodicen2010Mrefsfe 200 (r-05, podd

* Duany, . (1998}, “Reconstructing Racial ldentity: Ethouaity, Color, and Class Among Domimicans i the Umited States and
Puerto Rico.” Latin American Perspectives, 25031 147=172; Hersch, J. (2008). “Profiling the New Immigrant Worker: The
Ettects of Skin Color and Height.” fosermal of Labor Ecomomacs, 26021 3453885,

* Sancher, DT, & Chaver, G, (2010), “Are You Mmority Enough? Language Alility Aftects Targets® and Perceivers” As-
sessments of a Candidate’s Appropriatencss for Affirmative Acoon.” Basic amd Applied Social Psyebology, 32(1); 99-107,

iGarcia, 5. F (2020, June 17 " Where Did BIPOC Come Froam? ™ hopssfwwwaoytnmes.comfarncle/what-is-bipoc. hrml,
accessed LARF2021,
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stereotyping, their experiences with them differ. As much as possible, this book refers to
experiences of and research and data abour specific groups.

Ethnicity refers to a shared national origin or a shared cultural heritage. Thus, “His-
panic” is an ethnic description, although it is often treated as a racial one.”® “Asian” is
another ambiguous term. Is it an ethnicity, since ethnicity refers to a shared national oni-
in, or is it a race, as the term is often used and understood? As with differences among
Hispanics, there are considerable differences among Asians who are from Korea and
those from India or Vietnam, and among Black Americans, South African Blacks, and
those from the West Indies. These and other contextual complexities related to race, eth-
nicity, sex, and gender and their etfects on individuals in organizations will be explored
in later chapters.

Instead of the terms majority and munority, which retlect population size, the terms
dominant and non-dominant or marginalized are more accurate, as they distinguish be-
tween more powerful and less powerful groups and acknowledge the importance of
power In access to and control of resources. Powertul groups control more resources and
are “dominant,” regardless of whether they are more numerous (such as Whites in South
Africa and men in the United States). Dominant groups make, interpret, and enforce laws
and other regulations that affect and control the life chances and opportunities of those
who are non-dominant. For example, the U.5. criminal justice system, police forces, the
U.S. Supreme Court, Congress, Senate, and the office of the President, who make, inter-
pret, and enforce laws and Executive Orders, currently are and have historically been
dominated by White men, which is similar to political and legal systems in many other
parts of the world. Although many of the distinctions and terminology discussed are
U.S.-centric, the idea of dominant and non-dominant or marginalized groups is not.

Having defined diversity as real or perceived differences among people in race, eth-
nicity, sex, age, physical and mental ability, sexual orientation, religion, work and family
status, weight and appearance, social class and other identity-based areas that affect
their experiences, outcomes, and opportunities in organizations and society and inclu-
sion as the degree to which different voices of a diverse workforce are respected and
heard, it is now important to discuss equity. Equity refers to the distribution and provi-
sion of resources to achieve a fair or just outcome. Where there is a history of discrimi-
nation, for example, equity could mean providing special resources and support to help
remedy or alleviate disparities. Equity seeks to identify and provide the type and amount
of resources and efforts to achieve a just outcome.™ Equity is often erroneously used in-
terchangeably with equality, which means the same, or exact, distribution and provision
of resources. Where there is a history of discrimination and resulting disparities in out-
comes, equality of distribution is unlikely to result in equity of outcomes. In an organi-
zation pursuing diversity, equity, and inclusion, people of different groups would be
well-represented and would feel valued, respected, and heard. Where disparities or previ-
ous discrimination existed, those atfected would receive focused attention and support
to increase equity. This support would vary by the type of inequity or disparity but
could include such things as targeted recruitment at particular schools, mentoring or
leadership programs, blinded interviews, salary adjustments, or myriad other actions to
reduce the cause and continued influence of the disparity.

Much of the research discussed in this book refers only to diversity or diversity-
related pracrices, or diversity and inclusion, withourt specifically mentoning or measur-
ing equity. As mentioned earlier, this book emphasizes ensuring individuals of all

W 5ec Morming, A. {2008,

" Eapinaoea, O, (2007}, *Solving the Equiy=Equality Conceptoal Dilemma: A New Model for Analvsis of the Educatonal
Process.” Edmwcational Regearclr, 4974} 343=303; The Nanonal Associanon for Mulncalural Education, hropscffwww
maimeorg.onglearnfwhat_is_equitv.php, sccessed 3/1/2021.
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backgrounds are valued and have opportunites to succeed, regardless of the specific ter-
minology used.

Multiple Group Memberships, Intersectionality, and Permeability
of (Some) Boundaries

People’s group memberships affect their outcomes, opportunities, and experiences in so-
ciety and in organizations. Employment, compensation, advancement, retention, partici-
pation, and organizational competitiveness are a few of the outcomes that are related to
people’s demographic background. In the United States, those who are White, men, and
do not have a disability generally carn higher wages and have higher organizational sta-
tus than minorities, women, or people with disabilities. However, the categories of race,
ethnicity, sex, age, physical ability, sexual orientation, and religion are not mutually ex-
clusive. Further, intersectionality refers to the connected nature of various social identi-
ties, such as race, gender, and class, and potential for overlapping and interconnected
systems of discrimination based on those identities.® In intersectionality, the combina-
nons of oppressions uniquely shape individuals™ outcomes, opportunitics, and experi-
ences in organizations and society.! Law professor Kimberlé Crenshaw conceptualized
intersectionality in response to the ULS. court system’s unwillingness to consider the mul-
tidimensionality of Black women’s experiences resulting from the combination of race
and sex discrimination. This combination is a complex and non-additive phenomenon,
greater than the sum of the two. As discussed in other chapters, racialized sexual harass-
ment, in which women are targeted because of their race or ethnicity and sex, uniquely
affects women of color, because of racial and sexual hostility.** Many scholars have in-
vestigated other intersections (such as, race, sex, and sexual orientation; race, sex, and
disability) and acknowledge different experiences for different combinations tor difter-
ent people.®?

Along with the intersections of multiple group memberships, some of the categories
are immutable, but others are not and may change over one’s lifetime. People may be
born with or acquire disabilities, and everyone ages. And, a person may be a member of
the majority or dominant group in one area but not in another; for example, White and
female or male and Black.

Although dara clearly show that members of some groups face more systemic barri-
ers and individual acts of discrimination, this book stresses the value of diversity and in-
clusion tor evervone. Roosevelt Thomas, a pioneer in diversity work, proposed that
“managing diversity is a comprehensive managerial process for developing an environ-
ment that works for all emplovees.”** While diversity and inclusion efforts should in-
clude all employees, data show that membership in some groups or that some
combinations of memberships consistently have more negative ramifications for

I Crenshaw, K. W, (1989, *Demarginalizing the Intersection of Race and Sex: A Black Feminist Critique of
Antdiscrimination Doctrne, Feminist Theory and Antiracest Poliscs.” Unspersety of Checago Legal Foroms, 1959: 13967,

Crenshaw, K, W, (1989,

“ MacKinnon, C, A, (2003}, Intersectionality as Method: A Note, Signs: fowrnal of Women in Culture and Society, 38(4):
101 9=1030; Rowenthal, L., Overstrect, N. M., Khukhlovich, A., Brown, B. E. Godfrey, C. [., & Albrirton, T, (20200, “Con-
tent of, Sources of, and Responses to Sexual Stereotvpes of Black and Latinxg Women and Men in the United States: A
Qualtative Intersectional Exploration.” Jowrmal of Socoal lessees, 76(4): 921=940, quiote on p. 921,

“! For example, Hagai, E. B., Anneching, B, Young, N., & Ancin, T, (2020). “Intersecting Sexual Identities, Oppressions, and
Social Justice Work: Companng LGBTQ Baby Boomers 1o Millennials Who Came of Age Atter the 1980 AIDS Em
dem,” Jowinial of Social Tsgwes, Tai4): 971=992: Purdie-Vaughng, Vi, & Eibach, R, I% 12008}, "Tintersectional Invisibility;
The Distinctive Advantages and Disadvantages of Multiple Subordmate Group Identities.” Sex Roles, 5%9(5-6); 177-391.

" Thomas, B, (1991), Bevond Race amd Gender: Urileashing the Power of Your Total Work Force by Managing Divevsity.
New York: AMACOM, p. 140,
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